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Using Research to Ensure Quality Teaching in Rural Schools

Debra L. Holloway
Wyomi'lg Department of Education

Tbe No Child Left Rehind Act of2001. rt'qujrt's increased accouruability for Mutt'S to guarantee that all teachers art'
"highly qualified" by 2005-2006. Fo r rural schools thai often strugglt' 10 anract and retain talented teachers. t'nsuring
teacher quality calls for careful analyses ofteacher quali ty data and innovative policies. This ptlpl'r addresses the dilem­
"WI of increasing teacher qualuv in sta tes with: large proportions of rural schools. It dra ws upon da ta from recent
quant itative lind qua litati ve studies on teacher recruitment , retention. (I/l(1 professionallear ning in WyominK. olle oflhe
mOJI rural slutl?s in thr nation. II suggests a model fo r exa mining and bu ildin g a comprehensive /)( j {j (.y that ensures high­
quality leaching in rura l schools.

Teac her q uality is at the center of the national ed uca­
tio n age nda for improv ing student achievement. Th e rea u­
thorization of the Elementary and Secondary Education Act ,
the No Chi ld Left Behind Act (NCLBA ) of 2{XH. high ­
lights what researchers have found and wh at parent s have
always known : that the q uality of teach ing mailers (Dar­
ling- Hammond, 1997). The new Ti tle II. Part A, program-s­
Preparing, Training, and Recruiting Quality Teachers and
Principals-consolidates the fonne r Eisenhower Profes­
sional Developme nt and the Class Size Reduct ion programs
to allow for gre ater local control over fund s aimed at ra is­
ing stude nt achie vement by improving teacher quality
through rec ruitment. re tention. and profe ssion al de velop­
ment stra teg ies. The law also mandates that all teachers
must be "highly qua lified" by 2005-2006. Th is means that
only fully certified teachers or those who have pa...sed a
state licensing exam will be allowed to teach in public
school classrooms. Thi s nation al focu s on teacher q uality
stems fro m height ened requ irements for studen t achieve­
ment of standards and school accountabi lity,

Increased achievem ent and account abilit y requirements
intensi fy interest in factors that improve stude nt achieve­
men t. Standards-based reforms also have been shown to
augme nt the expectation .. for what reachers need to know
andbeable to do in terms of both quan tity and complexity.
These reforms place demands on teachers ' subject-ma tter
knowledge and pedagogical skills: understandin g of cul­
tural and psychological factors that affec t stude nt learning;
and responsib ilities for curric ulum. assess me nt. outreach,
governance, and inte rage ncy colla ho ra tion (Corcoran,
1995). A growing body of research has demonstra ted that
the mos t important school factor in affecting student learn -
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ing i.. rbe level of a reecbers expertise (Ferguson. 1991;
Greenwald . Hed ges. & Laine , 1996: Sanders & Rivers .
1996; w engllnsky. 2000). In fact, the effects of difference..
in teacher expertise have been shown to becumulative and
ex ace rbated over time. Sanders and Rivers (1996) found
that Tenn essee elemental)' students who were assig ned to
ineffec tive teachers for 3 consec ut ive )'ears scored signifl­
canny lower on achievement tes ts than those students as­
signed to the most effective teachers ove r the same period.
Alth ou gh the mos t prod uctive investment in raising SIU­

dent achieve me nt is increasing teacher education and Pro­
fessional development (Ferguson. 1991; Greenwa ld et al..
!996). most school schedules do not normally incorporate
the amount of time needed for teachers to unde rstand and
implemen t effective reform initiatives in the classroom (Na­
tional Co mmission on Time and Learn ing. 1994 t. Yet. the
..uccess of standards-based reform depe nds on the exper­
tise of reachers to effectively instruct , guide. and inspire
stude nts to learn.

Raising teacher quality as a means of improving stu­
dcnrlcaming and school accoumability requires an adequate
supply of high qualit y teachers. National media attention
on teacher quali ty has focused predominately on teacher
sho rtages and accelera ted alternative teacher certification
programs, particularly for urban schools. However . rural
schools face challenges in attract ing certified teachers to
communities where medical serv ices, entertai nment. and
oth er amenities are limited and often no nex istent (Ballou
& Podgursk y. 1995; Larse n, 1993). Rural and small schools
often need teachers who are certified in multiple subject
areas (Lem ke. 1994 ; Stone. 1990) . increa sing the level of
knowledge and skills req uired for teachers to be fully cer­
tified and considered high ly q ualified . according to the re­
q uirements of the new federa l law . Rural schools abo
strugg le to retain ce rtified teachers . Without an adequate
supply of fully ce rtifie d teachers, schoo l districts arc forced
to hir e le ss qua lifi ed appl ic ants ( Lipp man . Burns. &
McArthur. 19(6 ).
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Yet. increasing the number of fully certified teachers
will not alone guarantee high quality teaching . St igle r and
Hiebert (1 999) argue that " If we hope 10 improve the prac­
tice o f the profe ssio n. it is the standa rd. commo n prucucc
that mus t improv e" tp. 175). Advancing "standard prac­
tice " requires building teacher capacity to promote stude nt
learn ing to high standards on a large -scale basi s. Although
"capacity bu ilding" is becoming a cliche within the educa­
tion com munity. dearly defin ing what capacities reachers
need 10 successfully promote lea rning and how these ca n
he developed are key factors in understanding the role of
teachers in school Irnproverrem e ffort s. Thc National Staff
Development Council has defined effective profeccional
development as long term. focu sed on learning in co llabo­
ration with colleagues. and integrated in professional wo rk
set tings. RU f;11 and sma ll schools oft en have limited re­
sources to provide effec tive professional dev elopment that
supports teacher capaci ty build ing (Khauri . Riley. & Kane.
1997 ).

For rural slates to meet the eccountabiluy requirements
for teachers in the :\CLBA. systematic research on both
teac her sup ply and e fforts to build teacher capaci ty must
he co nducted. Th is e ffort need ... to go beyond simple state
averages Of analyses of teacher shortage areas. It mus t ex ­
amine the complexities o f teacher recruitment. re tent ion .
and profevcicnal development in order to build a compre­
bensive policy for ensuring high -quality teaching in rural
schools.

Th is article outli nes the co mplex i"uc~ tha t every state
faces in relat ion to teacher q ual ity issues. Yct it draws upon
teacher q uality data from one uf the most rural states . Wyo­
ming. to present the d ilemmas of increasi ng teacher qual­
ity for rural schools. J begin with a brief description of the
context fur the article and methods used 10 analyze the stud­
ies on whic h it is based. This is followed by a presentation
of find ings and correspond ing pol icy recommendat ions
orga nized accordin g to three major the mes in the literatu re
o n teacher q uality : recruitmen t. re tention . a nd professional
learning. I conclude by presenting a model for building a
co mprebcncive policy to en-ure high-quality teaching in
rural schools.

Context and Method

As the least-populated stare . Wyoming has fewe r than
500.lXXJ people and fewer than five people per Sl.(uare mile .
Since 1995. Wyo ming has experienced net out -migration.
This trend is forecasted to continue through 2008 ( ~tan ley.

2000). Th e K- 16 ed uca tio n system incl udes on e a -year
university. 7 commu nity colleges. and -l-H school d istr icts
tha t employed approximately 0 .753 full -t ime. cert ified
teachers in 2()()()..200 I. Overall. gOll- of Wyoming: schools
are located in area.. designated as rural or smalltown. and
these school s are re..ponsibte for educating 69~ of the

state' .. students (Reichardt. 2oo la). Wyoming has a grow ­
ing number of re tiring teachers and rigorous stude nt aca ­
dcrnic sta ndards .

A number of studies have investigated Issues of sup­
ply . demand. compensation. certification . and professional
development in Wyoming (Holloway . :!OOI . 200.2; Manley.
1998. 2noo: Parad is & Stone . 2lXXJ: Reichardt 2001a.
Re ichard t. 200 Ih; Sachse & Manley. 1999; Smith. 200 I;
Wolkoff& Podgursky. 21.X1l ). These studies take both quan­
titat ive and qualitative approaches to understand ing poli­
cies and practices aimed at recruitment. re tent ion . and
profevsional development of beginning and career teachers.

To analyze the-e stud ies. data first were compared by
region and locale within Wyoming. Thi s comparison al­
low ed for more complex analpes than simply examining
state-level averages. Reg ional and loca le trends also en­
able policymakers to construct policies tha t support teacher
quality initiatives in school s that are mos t in need . Five
regions of the state were defined as Central. Xorthca..t.
Northwest, Sou thea st. and Southwest. These regions are
county-be .....-d and are used by the Wyoming Depenmem of
Employment. Research & Planning (2000). Three kinds
of locales were defi ned as c ities/large towns. sma ll tow ns.
and rural . I Each Wyoming school distr ict wa.. considered
to be located in one of these categories based on the locale
in \\, hich the majority of the district's teachers work .

Second. finding s were compared acroo, studies and
categorized according to a framework consisting of four
predom inant issues in the literature o n teache r quali ty: re­
cruitme nt. retention , and profess ional learni ng, This frame­
work provi ded a model for exa min ing the complexi ties of
teacher supply. de mand. and ca pacity building and for de­
veloping a comprehensive policy for en surin g high-quality
teaching in rural schools.

RI,......ruitrncnt

Warn ings about increasing teacher shortages were is­
sued during the 1990s by the U.S. Department of Educa­
tion . \\, hich estimated that twu million new reecbers would
be needed over the next decade due to increasing student
enrollments. new laws requiring smaller cia" ~ilCS. and
expected re tirements. Ho wever . researchers argu e that the
shortage is not simply the res ult of an insufficient num ber
of qualified teachers to fill the numbe r of vacancies. In fac t,
there is an overall surplus of certified teache rs nationally
(Darling-Hammond. :!£KXl). The issue of teacher shortages
is much more complex than simply matching qualified can­
didarc-, with job openings; it i!'o a r nancr of distribution o f
teachers who arc qualified and willing to teac h in high -

'The U.S. Department of Education in lhc Common Core of
Data prov ides a school locale cede for all publ ic ccboob based
on populauon den,il) .
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Fi~ lm' I . Tota l UW bac helor degrees in ed ucation

need schools. c ...pcci ally rural schools and urban areas wit h
high proport ion s of low-inco me and minority stude nts .
Short ages abo lend 10 exis t in particular specialty areas
and are often ca used by high rates of tumove r among no v­
icc teachers . Addressing ex iting teacher shortages by sim­
ply recruit ing more candidates into the leaching profession
may do litt le to increa se the supply of high-qu ali ty teach­
ers. To better understand the co mplexities of teacher short­
ages for rural schoo ls. consider the follow ing da ta from
Wyoming .

Teacher Supply

. Most states experienci ng teacher shonagl,."S have school­
age populations that are o n a steep incl ine. with large and
growing percent ages of low-income. minority. and English
lang uage learners. Wyomin g. conversely. is e xperiencing
:1 declini ng stude nt populat ion that is predic ted 10 persist
thro ugh ~(X)R. Public school e nrollment is less than l:'l8.000
stude nts in grades kindergarten through twelve. Since !993.
eleme ntary school e nrollment has drop ped by mer 1711,
and junio r high school enrottmcrn decreased about l()ll .
High school enrollment has had a slig ht increase o f about
3% (Reichardt. ~ool a) but is predicted to drop as cu rrent
high school stude nts move outof the sys tem. Bet ween 20CK}
and 2008, stude nt population s are predicted to drop by 2 1Ck
for 15- to 19-ye:lr-o ]d stude nts and by 16% for stude nt's
age 10 10 14 years. In co mpariso n to oth er more urban states
in the reg ion. Wyom ing a lso has relati ve ly low percent­
ages of minority, Engli sh language learners. and free -and ­
reduced -lunch eligible stude nts (Smith. 2(01 ).

In spite of declining stude nt populations. the re have
been on ly sma ll shifts in the dis tri bution of full -time teac h­
ers since 1993 (Reichard t. 200l a ). In fact. the number of
fu ll- time teachers in elementary and middle level grades

has remained relatively steady while the number o f high
school teachers rose . As a resul t. the student-to-teac her ra­
tio dec lined by 19CJ since )l~H, largel y d ue to decreasing
enrollments . Student-to-teach er rat io is a sta tistic that most
stales use to charact erize teac hers ' wo rking conditions. It
provides an indicator of student load that is comparable
ac ross sta les. T he ave rage stude nt- to- reac he r ratio in
Wyom ing is currently 13 stude nts for each certi fied staff
member (Reichardt. 200 1a: Smith, 200 1V Th is rat io is con ­
«isrenny lo wer in rural district s. decreasin g from 11.9 in
1993 to 10.3 in 2000 (Reic hardt. 2oo l a). Wyoming' s stu­
den t-to-teacher ra tio is lower than surrou nding slates and
is considerably lowe r than the U.S average ( 16.1) as \loel!.'
However. when comparing Wyoming student achievement
o n the National Assessme nt o f Educational Pro gress to that
o f other regional and rural states (Smith. 200 1), a smaller
stude nt-to- teacher ratio in Wyo ming schoo ls doe s not ap­
pea r to put Wyoming st ude nts al an ach ievement advan­
tage.

Th e 1999-2()(x) school yea r was the first time Wyo­
ming distri ct s reported teacher shortages . These shortages
were in specific areas. such as spec ia l edu cation . foreign
language, bilingual. math. science. vocational. music. gifted
and talented. psychology, and counse ling ( ~Ianley . 2<xXl).

lSlUdcnt-lu-tcachcr ratios account for all certified staff. in­
cluding special subject teacher", special educator", and princi­
pals. Actu al cla~s sizes in larger dis tric ts are onc n higher than
this ratio. Also, lhis figure does nol takc into account the mul­
uple-subject preparations that teachers in small schoolsare likely
to have.

'In :!OOCJ. S ehra.s1r;a 's student-to-teacber ratio wa<; clo-esr ic
wy oming"s ( 13) with 13.9. follo wed by South Da1.ota (I ~). ~Ion ­

tana (15.:!). the U. S. average (16.1). Colorado(17.4). Idaho(18).
and Utah (22, (Smith. 20(1).
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Figure 2. UW degrees in special ed ucation and student services

At the beg inning of the 2CXX)-2(X)I schoo l year. 49 teach­
ing posi tions were unfilled in schools. Thi rty-three were
classroom positions. and 16 were posit ions outside the class­
room with the majorit y (15.5) in student service areas (e.g .•
cou nseling. psychology, and speec h patho logy). Vacancies
in stude nt services areas represe nted 2.5% of student ser­
vices positions. Foreign lang uage had the highest propor­
tion 01: vacant pos itions with 2.6% of all positions in the
fore ign languages. All othe r classroom areas with vaca n­
cies represented I% or less of the posit ions in those areas.
The highest co nce ntrations of vacancies were in ru ral
schools and schools in the western part of the state. those
areas experiencing popu lations declines for the past 10 yean;
(Holloway. 2CX)2). At the beginning of the 200 1-2002 school
year. 47 positions were unfilled. Thi rty-e ight perce nt of
the unfilled posi tions were in special education. speec h
pathology. and counseling/soc ial work combined. Although
the overall numbers arc small. these indica tors suggest that
the supply of qualified teachers in specific student service
areas. in rural and small town schoo ls, and in schools in
the weste rn part of the sta te was insufficie nt to mee t the
rising demand. Thi s recent emergence of teacher supply
and recruitme nt issues in Wyoming refl ects regional and
national trends (Ballou & Pod gursky. 1995; Larsen , 1993).

Ove r the pas t 9 years, the supply of Wyoming educa­
tors produ ced by the University of Wyoming College of
Education. the only teacher ed ucation institut ion in the state.
clearly has declined (sec Figure I). Of greatest concern is
the small num ber of grad uates in stude nt services and spe­
cia l education fields, especial ly speec h pathology and co un­
seling (see Figure 2).

District Recru itment Practices

The dec reas ing number of teachers gene rated in-state
and the increased de mand for teachers in regio nal slates
and nat ionally makes d istrict recruitment of teachers more
challenging in Wyom ing. For the 2001-2002 schoo l year,
Wyo ming dist ricts hired 767.6 teachers. In the spring of
200 1,21 Wyoming districts (44%) attended the only in­
slate teacher fair at the University of Wyom ing. Twelve of
these same distric ts attended this fair the previous year.
Since its inception in 1998, this teacher fair has attracted
an increasing number of ou t-of-state districts experienci ng
seve re teacher shortages. especially those in large urban
areas and with high proport ions of minority. English lan­
guage learner. and low-income students. The number of
Wyomi ng districts atten ding the fair since 1998 has re­
mai ned relatively steady: however. thei r proport ion in re­
latio n to the number of out-of-state districts attending has
decreased from 56% in 1998 to 18% in 2001 (University
of Wyoming Career Services, 200 1). The increasi ng num­
ber of out-of-stale d istricts recru iting in Wyoming refl ects
the rising de mand for teachers nationally.

In November 200 1, University of Wyoming Career
Services surveyed all 117 districts that atte nded the 2(XI]
fair. Th irty-nine distric ts. 33%. reporte d whe ther they had
hired can didates from the fair, in what pos itions. and at
what salary level. Tab le I presents the results of this sur­
vey for those d istricts with which Wyoming is in greatest
co mpetit ion for hiring its in-sta te teacher candidates: Ari­
zona. Texas, Nevada, and Co lorado. Half of the Arizo na
d istricts that atte nded the fair (6) hired a total of 15 fair
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Table J
Un' Can't!' Fair Hires

Policy Recommendations

Source: University ofWyoming Career Services (2fXll)

participants with an ave rage salary of S2H.753. Of the 12
districts frum Texas that attended. four reported hiring 6
participants at the higbecr average salary ($32.-125) among:
comparison states. Two participants were hired by the Clark
Co unty School District in Las vegas. Nevada. at $26.8-17
eac h. $3-15 lc..s than they wo uld have ea rned on average in
Wyomi ng . Most surpris ingly. 10 Wyom ing dis trict s reo
ported hirin g 3K participan ts wit h an average sala ry of
$27. 192. only $56 le....than the average sa lary o f new Co lo­
rado hire .. from the fair ( 27.2-18). At the same time. un­
like the-e comparison Mates. Wyoming has no income tax .
a moderate sa le... tax . and mini mal property taxe... .

~1any larger and more urban d istricts attending thi..
Iair and aero..... the county are offering ca ndidate.. in high­
need subject urea.. additional fin anc ial incent ives. such as
sign ing bo nus. diffe rent ia l salary ..calcs. moving ex pcn..es.
and/or add itiona l insurance and retireme nt bene fits. For new
teachers graduat ing from teacher certification pr ogram s
with increasi ng dcbtloads. the se Kinds ofincenuves can be
qui te attractive. Half of Wyom ing d istricts ma ke these kinds
of o ffers . Twelve dis tric tvoffer bonus payor Improved sal­
ary. seve n make moving expenses ava ilable. and four in­
crease insura nce o r retirem ent benefits fo r teachers in
specific areas of need .

De..pu c the reports fro m Wyoming school d i..triers of
unfilled pocition.. for the 2001-2(Xt! school year, -10% of
Wyo ming: districts (19) did not attend a single recruit ing
fair tha i year (Wyoming Protes..ional Teaching Standards
Boa rd. :!OOI I. The number of recru iting Iairs any single
district anendcd ranged from six fairs (3 districts ) to one
(12 districts) . Th e d istricts thai atte nded at lea..t one fa ir
went to an average of less than three fairs , and all fair s
atte nded were in Wyom ing or surrou nding ..tares. Th e..e
data indicate thai Wyoming di strict s lend to recruit per son ­
nel from surro unding ..laiC.. and th<it they do \0 o n a lim­
iled oo..i.. de ..pi le repon.. of inc rea'\ot.-d difficully in hiri ng
teacher.. in compa rison 10 5 years p rior (Wolkoff &
Pndgu rsky, 2(0 1).

Retent ion

To increa se the supp ly of highly quali fied teachers in
rural schoo ls. teacher education program.., states. and school
district.. need to develop loan forgiveness progra ms that
require teacher educa tion grad uate .. 10 work in high -need
regions. locale.. and ..abject areas. such a.. stude nt service
area.. and special ed ucation. Incent ive.. fo r adeq uately pre ­
pared individuals from other occ upations to enter cerufi­
cation program s. such as scholarship prog rams and district
and community ..pon ..orship -, ..houl d he considered. Hew•
eve r. in add ition to these kinds of incentive... for rural states
10 be co mpetitive in roday' s h ighly competitive ed ucator
market schoo l districts need to de velop e ffective recruit­
ment ..trarcgtc .. that appea l to today'< teacher candidates.
suc h as attending fair-, with attractive disp lays. informa­
tivc ma terials. and defined sa laries and posi tions . Districts
also need 10con..ide r offe ring incent ives. like signing bo­
nuses. moving expcn..cs. ed ucat ion reimbursements. and
housing a.... i..ranee that other newly hired profe..sionals have
co me 10 expec t. The smallest and most rural di..triers may
need to form consortia o f huma n resource managers 10 de­
velop ..hated recru itment strategic... intern ..hip, and paid
posi tions . e..pecially in ..tudent service are as.

Retaining high q uality teachers in the classroom is one
of the higge..t obstacle.. to addrc....ing teacher shortages.
Nationally. 30 % to 50'} oft eachers leave tbc profes..lonal
in their first 5 years o f teaching (Boser. 2000 ; Hare & Heap.
20013). Add itionally , the teaching profession offers re.....
ave nues for promotion that allow ou r best teacbe.... 10 reo
mai n in the classroom. Teachers who see k career opportu­
nity and ..alary ad vancem ent are encouraged to leave the
classroom for adrnini strauv c posuions or other occ upation...
Ingersoll ( 1997 ) has argued tha t ..choot ..laffi ng problem..
are cau sed no t so much by an insufficient supply of quali­
fied teachers but by "too many reachers leavin g teaching"
rp. 2). Hare and Heap (2()O l b) report that a majori ty of
Midwestern ..upcrintcnde nts inte rviewed ..uggested that
from 75Cl to I()()'I- o f teachers leav ing the classroom are
" highly effective" or "e ffec tive:'

Teacher turno ver is problema tic for two reasons. Not
only doe s it require enormo us resource.. and energy to re­
cruit new teachers to replace those leaving the classroom.
but it also requ ire s district s to expand add itional resource..
and energy to develop new teachers' krcw ledge and skills-­
ne..... teae he........... ho are likely to I~a\~ after o nly a few years
and be replaced by yet another recrui t in need o f ..pedal
re..o ur(·e.. and suppon " (Na tional A s.sociation of State
Boards of Educa tio n. 1991L p. 7) . Thus. teache r tumm-er
also has se rin u.. implic:ltinns for schoo l imp rovcment ef·
fort .. and stude nt lea rning as well. Igersoll (20n l ) arg ue...

$1,561

55 .233
(S345)
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Net Difference
fro m WY
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Salary

528.753
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S26.8-I7
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Table 2
/9% -1fJ99 A vrrugr District mill Stale Teacher Attrition RaleJ hy Age GroUI'

143

Age Grou p 19'14 19'15 19% 19'17 19'1S 1999 1996-1999

Unde r 25 15'1 21 ~ 22'k 26':f 22'l 23% 23.5t:f
261030 13<> 1 3~ 16<> 15.. IS'1 17.. 16.5lk
3 1 t035 8.. S" 11 .. 11 .. 11 <> 121J l U Ck
36 to-iO 6 '> 6" 6'> 6'1 7'> S'> 6.8lJ
-II to -l5 4<> 6.. 5<> 5'1 5'> 7.. 5.7CJ-
-16 to 50 4<> 5<> 5<> 5'1 6" 6" 5A!l-
51 t055 5<> 9'> ... 7'> . '> 10'> 8.5!l-
56 to 60 16'> 16.. 17'> 19'1 17" 2O'J IS,2'l
6 1 to 65 34'> -121} 3.'1 -12% ]H'I- 3S'l _W.3~

66 to 70 50'> 63.. 10'> 14'> 25'l 10'> 19.8'f

Total 7. 1'l- S.3'l 8.9'1 8.7~ 9.5 .. 1O.l:'1k 9.5 <>
---

Source: Reichardl (211013)

"teacher recrunmcm progrnffis alone will not solve the staff­
ing problems of schools if the)' do not abo address the or­
ganizationa l sources of low retention" (p. 501). Thus.
teacher turnove r drives demand for teachers.

Teac her attriti on is primarily attributed to job dtssaus­
fact ion due to low saluric .. and lack of support (Ingersoll,
2000.200 11. Teachers in rural schools are more likely 10
cite soc ial. geog raphic. cutrunal, and profc....ional i..olation
as rea..on.. for leaving than teachers in ot hers contex ts
(Co llins. 19(9). Murphy and Angel..ki (199611997) con­
duct ed a ..urvey of teacher mobility in rura l Briti..h Colum ­
bia and found that teacher attr ition was due to geographic
isolation . weath er. di..ranee from larger communities and
family. and inadequate shopping (Murphy & Angelski.
199611997). They also found that teachers remain in rura l
teach ing positions due to their principal. spouse employ­
rncnt in the community, and satisfaction with rural lifestyle.

As is the case in other states. discussion about teacher
retention in Wyoming has revo lved largely around the is­
sue of teacher salaries (Wyom ing Education Coalition.
2000 0 2(X) [ I. Ballo u and Podgur sky (1995) repon that ru­
ral teachers cam significantly lower salaries than those paid
to nonrural reachcrs. However. II complicated relationship
betwee n rates of turnover and salaric.. exi..h .

Teacher Demand Driven hy Turnove r

Data on turnove r were broken down into two main
categoric..: general attri tion. whic h includes ed ucators ....ho
left a full-time position held the year before. and tran..fers.
.... hich include.. teachers w ho left a full-time position in one
dis trict and toul a full-time po..ition in another dis trict the
follo .... mg year . Attrition and transfer data hav-e important

implications for teacher ..upply and the ..uarcgiev districts
use to retain educators .

Ove rall teacher attrition from Wyoming schools ha..
increased from 7!.f in 1<JtN-1995 to a lmo"t I I ':f in 1999­
2000. Since J996.the averdge number ofyears until retire­
ment for teachers has decreased from 1-1.-1 to 13.5 years.
Teachers in rural areas are younger and thus furthest a.... ay
from retiremen t (15 )'eilNI. Future increase.. in teacher re­
tire ments willlikely raise attrition rates and the number of
novice teachers hired . Wyoming educators are eligi ble for
retiremen t at age 60 or by meeting the Rule of S5-when
age plus yeaN of experience equal .. H5. Table 2 demon­
strates that attrition is highest for those teachers nearing
retireme nt age and for new teachers under 25 yea rs of age .
Attrition for beginning teachers is about 23'K. However.
the attri tion rate has incrca..cd for eve ry age group. Attri­
tion rates arc generally higher for special educators than
any other teaching area. Special education and elementary
education teacher. al,o arc most likely 10 pursue udrninis­
trunve pos ition.. (Reichardt. 2oo lb). Figure 3 shows that
sma ll town districts expe rienced the large..t proportional
increase in attri tion. followed by city/large town and rural
d istricts. while reacher attritio n increase in all regions, it
was highest in weste rn areas of the state (sec Figure -I).

When a teacher transfers from one di..trier to another.
it is co nsidered a "quit" to the di strict that lest the teacher.
Thu s. transfers are a form of attrition thllt indicate co mpe­
tition among di..mete. Examining transfers identifies areas
that have higher demand for teachers. Co nversely. divtrict-,
that hire many trans fers from other district.. may have fewer
supply i....ue.. due to thei r ability to attrac t teachers from
othe r in-state di..triers. The number of teachers who trans­
fer from one di ..trier to another .... ithin Wyoming in any
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Figure J. Teacher attrition rates by locale

single year is relatively low, falling between 57 and 101
teachers [Reic hardt. 2oola). However, transfers occur most
often among yo unge r teachers. Thi s is also found in other
studies tsee Murnane. Singer . & Williu. 1989). When look­
ing at only the youngest reachers. the rate of transfer range s
from 31J- 10 7% per yea r.

Tab le 3 demonstrates thut teachers also arc transfer­
ring from rural schools to schools located in citievlarge
lawn ... Each cell in the table shows the net now from a
locale (I.e.• transfers in minus trans fers out). A negative
number indicates that more teac hers moved OUI of a par­
ticu lar locale than into it. For example. between 1996 and
1997. si", more teac hers transferred o ut of rural districts
than into rural districts. Thi s flow represents a mo vemen t
of knowledge. skills. and experience out of rural schools.
Similar calculations are shown for regionel transferin Table
.. . This clearly ~how~ that teachers are tran sferring from
schools in western districts and are transfe rring into schools
located in central and eastern districts. where larger towns
are located .

Teacher Salaries

Higher salaries often are advocated to reduce teac her
turno ver. Wyo ming schoo l d istric t personnel belie ve the
mcsr commo n problem in retain ing teachers is " non-co m­
petit ive salarie s." according to the 2lXX)and2001 Fall Staff­
ing Surveys cond ucted by the Wyo ming Profess ional
Teaching Standa rds Board. Nationa l stud ies o f co mpe nsa­
tion (American Federation of Teachers. 200 1) have docu­
mented the decline of Wyoming' s aver.lge teacher salary
rankings in co mparison with other states. many of which
are in the midst o f prolonged teacher shortages.

For the 2()(X)..2001 schoo l year. Wyoming' s average
total salary for a full -time teacher was $35 ,979" . not in­
cluding benefits. Table 5 presents average teac her salaries
for all teachers, teachers with no experience in Wyoming
without a master's degree. and teachers with 18 yean of
in-state experience with a master's degree. The average
salary for begin ning teachers was $25.439. In 2<XJO.2001,
beginning teachers \l.ere, o n average, highest paid in rural
areas and in the Southeast. These area s abo had the high­
es t propo rtion of novice teachers ( 1 6~ ) . Cit ievlargc towns
and the central region of the state paid begi nning teachers
the least and experienced teachers (18 years with a master's
degree) the most.

Reichardt (200 101) and Wolkoff and Pod gursky (2001)
found that compensation for experienced reachers in Wyo-

Tab le 3
Flow of Teachers Between Locate

CitylLarge Small
Town To wn Rural

1996 to 1997 • 2 -6
199710 1998 17 • -21
1998 to 1999 9 0 -JO
1999 to 2lXX) 18 0 -18
Net transfe rs in
and our between
1996 and 2lXX) .8 6 -55

Note . Table does not sum 10 zero due 10 missin g data on scboot
locale.
Source: Reichardt (200 la)
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ming is co mpet itive with teacher salaries in adjoini ng stares
and with nont each ing occupations in W yoming. Compared
10 adjo ining stales . those from which most districts recruit
out -of-state reachers (see District Recruitment Practices),
Wyoming gave larger percentage pay increases to experi ­
enced teachers as compared to beginning teachers from
1997 to 2000 . Until 2001·2002. earnings of experienced
teachers in Wyoming grew faster than the national or
Wyoming rate of inflation and Wyoming manufacturing
earnings. For this same period. earnings for beginning teach­
ers grew slower than the rate of inflat ion and Wyoming
manufacturi ng earnings (Wolkoff & Podgursky}. Wolkoff
and Podgursky also found that 1997 University of Wyo­
ming graduates earned less as teache rs in Wyoming than
in Colorado, but they earned more than teachers in South
Dakota and Utah. University of Wyoming graduates who
taught in Wyoming were show n to earn 9X% of nonteach­
ing annua l earn ings in 1999. This means that in I) months.
teacher; earned almost as much as other w orkcrs in Wyo­
ming over the course of 12 months . On the other hand. Uni­
versity of Wyoming graduates who took teaching positions
in one of the other three slates earned 77Cfc of 1999 non­
teaching annual earnin gs in those states.

In the 2001 legislative sess ion. the Wyoming legisla­
ture passed a 9.44Cfc increase in state education funding for
teacher salaries. This increase produced the largest teacher

'Total salaries includecompensation(or allteachingassign­
menu and additionalduties that augment teachers" primary con­
tractedduties andfor ..... hichthey receiveadditionalcompensation.
All salary data are based on full -time teacher 101al compensa­
tion.

salary hike since 1997 in Wyoming and in adjo ining states.
and the highest teacher salary increased in the nation for
the 2001-2002 schoo l year (National Educat ion Assoc ia­
tion , 2(02 ). This single year boost in salaries exceeded
Wyoming' s cumulurive J-y ear increases (1997'::!(XX)). and
it was higher for beginning teachers than for exper ienced
teacher; or admini strators (Wolkoff & Podgurvky. 2001 ,.

Prior to 2001-2002. the most significant salary increase
statewide .....a" bet ..... een 1997 and 1998. Despite this in­
crease . overall teacher attrition continued its upward climb.
When comparing like groups of teachers (e.g.• beginnin g
teacher" with no experience). salaries increased by 5.9Q
between 1997 and 1998, while attrition rates remained 20'if.
These data demonstrate that there may be limitations to
using salary increases to reduce attrition. especially in ru­
ral areas where beginning teacher salaries arc highest. Sub­
sequent data collection and analysis is required to assess
the impact of the 20111-2002 salary increases on turnover
rat es.

Additionally. teachers in Wyoming do not appear 10
he making career decisions based on the prospect of in­
creased salary. Teacbers who leave Wyoming to teach in
schools in Colorado, South Dakota. or Utah earn less than
when they taught in Wyoming (Wolkoff & Podgursky.
21)() I J. Also. beginning teachers earn less I year after trans­
ferring from one Wyoming district to another (Reichardt.
200 Ia) . Between the 1998-1999 and 1999-2000 school
years, a\ erage total salaries in Wyoming increased $ 1,710
for teachers with less than 5 years expe rience who stayed
in the same district as compared to the $2 18 increase for
similar reachers who transferred (Reichardt. 20()Ia). Simi­
larly, Hanushek. Kain. and Rifkin (200 1) studied the ca-
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Table 4
Regional Flow of Teuchers

1996 to 199 7
1997 to 199~

1998 to 1999
1999 to 2000
Net transfers in and out betwee n 1996 and 2000

- - - - - - --
Northwes t Nort heast So uthwest Sout heast Central

-7 5 -3 2 3
-3 -2 -7 7 5
-5 7 -10 5 3
6 -3 · 15 8 4

-9 7 -35 22 15

Source: Reichardl l :!OOl a l

reel' mow, o f 375.000 primary sc hool teachers in Texa...
from 1993 to 1996 . They fo und that teachers, for the most
purr. moved to e!a» room jobs which paid only vligfuly more
than they had bee n earn ing but were in schoo ls wi th higher
le't score.... fewer minority ...tudcms, and ...maller percent­
ages of low-income stude nts. Thus teachers '" ho transferred
do not necessari ly do "0 for increased salaries.

h mm'le,lgr and Skills- Based Pay

Based on research that supports the li nk be tween
teacher expertise and student perfo rmance. the National
Cornmi-olon on Teaching and Ame rica' s Future recom­
me nd.. that sta te.. and d istricts consider better ways of link­
ing pay to the development of teacher knowledge and ...kills
:lS:l means of attracting and retaining high quali ty teac hers
(Darling-Ham mond. 19( 7). Explorin g better ways o f us­
ing pay to e nhance teacher retention is also suppo rted. 10

varying degrees. by ed ucat ion unions and a...sociarion.. na­
tionally.

Kno wledge- and ...kill ... -based compensation ...y ... rem...
ha..e eme rged a... a pote ntially prom ising way to le..-erage
invc ...tmcm ... in increa ..cd teacher pay to imp rov e recru it­
ment . retention, teac her expertise. and learn ing. Knowledge­
and ..kill s-ba-ed compensat ion ...y...te rnvure intended to re­
inforce an organizational culture that ..-aluc... teacher growth
ILawler. 2000, and to create a dear career path linked with
increa..ing profe....io nal expeni ...e t Henema n & Led rord.
19'J8: Hencman. Le dford . & Gersham . 20(0). Such pay
systems pro vide clea r direction .. to teachers about how they
should focus their pro fe ssional energies and reward leach­
crs with base pay Increases o r bonuses for acq ui ring de m­
on..trared knowledge...kills. and completi ng additional
profesvionul scrvlcc-, needed to meet educat ion goals. In
rhe 1990s some ...nuc ... and d istric ts imp lemen ted compen­
..ario n ...ys tems thai rew arded ed ucators for knowledge ,
sk ills, ami professional contribution to the improve me nt o f
..Iudenl ac hie vement . When Ihe..e appro:lc hes .... ere com­
bined .... ilh ~u Hicient slandard..-ha~'f.I professiona l learn­
ing opr--»1unities-such as mentoring...Iudy group'. and

conten t and pedagogical rrai nlng-c-rhese career ad..ance­
mern programs have been , how n to sh ift the culture of
sc hoo l.. to foc us on the teaching and learni ng of both stu­
de nts and teachers (OtIden & Kelley. 2001).

Odden. Kelley. Heneman . and Milanowski (2001) re­
ported that a common w ay to supplement the traditional
salary schedule is to provide a bonus o r base-pay increase,
for certi ficat ion by the Na tional Boa rd fo r Professional
Teaching Standard.. (NB PTS ). In Wyoming 10 d i..triers
reward teachers for achiev ing NBPTS ce rtification. Four
distri ct s offer bon us pay ofS2.(XIO to $3.000. and sixaward
increases on the salary schedule. such as doc torate level
(Wyoming Profe....ional Teaching Standards Board. 2(01).
Anot her approach is to reward reach ers for completing a
bloc k of courses that d irec tly rela te to impr o..-ing ..tudent
achievem ent in relation to Ili..trict and sc hool goal... One
Wyoming d istrict has imp lemented thi.. kind of program,
Often com ple tio n of such sk ill blocks is co n..idcrcd pan of
induction as well as ongoing protc.... iona l develo pment . For
a co mplete review o f the various na tional programs see
Odden and Kelley (200 1).

JliXh ·QlIlllih · lnducmm Will Mentoring I'm grum.1

The growing number of novice teachers and their high
attrition rates have led to an increased interest in providing
on-site ..upport and a....istance to no vice .. d uring their finol
)·ear.. o f teaching (Lillie. 1990 ), O ver 30 states have man­
dated some fonn ofmenrored induction for beginni ng teach­
ers. Induction prograrn~ co mmon ly incorporat e ori entation
workshops to help novice.. a ...sirnilatc into the sc hoo l env i­
ron ment and ongoing memoring. Mcruori ng programs thai
pair novice educator; with outstanding experienced educe­
tors who exp lain school policic.. and practices. share rre rh­
ods and materials. and help solve problems improve the
qu ality ct reachin g. teacher leadersh ip , and learning. Men­
to rs guide the professional gro ....,th of new teach l'rs by pm­
mOling rcfk-ction and fostering the norms of co llaboration
and shared inq uiry (Feiman-Nemser & Parker . I9IH ). Re­
..earch on memoring has ..hown thai pro tege benefit'> in-
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A verage S 35 .979 S 25A39 S ~.355

CitylLarge Town S .16.979 S 2-1.569 S 45.668
Small Town s .16.JKJ $ 25.59 1 $ 44 .151
Rural s J·LJ OI s 25.964 $ 42,264

No rthwes t 5oJ·U46 25.554 42.606
Northeast S J5.987 50 25.682 44 ..150
Southwest 50 36.960 50 25.818 50 45.012
Southeast S 36.1 19 S 25.923 50 42.761
Central S 36.340 S 23.787 50 46.282

elude faster assimilation into the -chool environment. ev­
rablishme nt of pmfevc ional competence. and introduction
to teac hing as a continually developing career (Even-on.
1982). Mentors gain the experience of reflec tin g o n the ir
accumulated profe ssion al practi ce to exc hange kno wledge
and ~ki ll~ with a prot ege (Ca lifo rnia State Board of Educa­
tion . 198 3: Kru pp. 19K·I). Churucterist ics of e ffect ive
rnentoring programs include tra ining and cornpensauon for
menton; as well as release time for bot h menton; and
proreges to meet and observe each other's classrooms. Rural
schools ofte n face unique challenges when de-igni ng
mentoring programs. f ew teac her education programs. even
those located in rural areas. spec ific ally prepare teachers
for rur al schools (Hersh. Stroot. & Snyder . 1995/19( 6 ).

The Wyom ing Professional Teaching Standard s Board
200 1 Fall Staffing Su rvey revealed that 35 of 48 Wyoming
school divtrictv (76'l-) had an induction program for new
teachers. and 28 (58 lJ) of these included mentors. When
Wyoming districts indicated the components inc luded in
thei r ind uction/mentor programs. just over half of the di ..­
triers that haw mentor prog rams offered mentor stipe nds
( 15). Fort y-two percen t o f these districts incorponued men­
tor training ( 12). 321l prov ided release time for proteges.
and o nly a quarter granted mento r release time to work with
proteges (7). For reecbcrs. e..pecially in rural areas. addi­
tional support to increase rates of retention and effective­
nc-,.. are nccc ....a ry. Strong induc tion and mcmonng
programs rna) help anract candidates for vaca nt posi tions
in high-need distri ct s, ens ure their effective ness. and keep
the m there,

Table 5
A"eragt' Salaries in 2000

All

Teachers

Sou rce: Re il'h' lrUt (200 la)

No Stale
Experience.
No \Ia~ter' s

18 Years
State

Experience
With Master's

Policy Recommendations

To reduce attri tion among begi nning and career teach­
ers in rural schoo ls. sa laries need to he main tained at a level
competitive in all areas of a state and with surrounding
states. Kentucky and Co nnecticut have e mployed this strat­
egy to equalize teac her sa laries statewide to d iminish re­
gional inequalities (Bradley. 1991(). Addi tional financial
incentives (e .g .. signing bonuses. differential salary sched­
ules for high-no-c-d area ..} may be requ ired 10 retain teach­
e rs. especially in high -need subject areas. To improve
teaching and student achie vement . d istricts also should build
career-advancement anl! knowledge- and skills-bused co m­
pensa tion systems that support no vice . career and accom­
plished teachers by rewarding increases in cxperu-e. This
should be integrated with recertification processes so thaI
recertification is tied to increased capacity as well. Incen­
rives beyond ccmpe n..arion, like mentoring programs for
new educa tors. shou ld he impl ement ed to attract and retain
high qualit y teachers. Effecti ve teac hing requ ires initia l
support. career advance ment opport unities. and ongoin g
professional learnin g beginning with a teac her's first year
in the profession.

Prole....ional Learning

T he framers of the NClBA emphasized that high-qua l.
it}' teachers must receive high-qu ality preparation and pro­
fe ssional development. orvprofessio naltcummg" (Natio nal
Sta ff Development Co unc il. 20(1). Profescionallcaming
must become a major foc us of a ..rare' s reform agenda if
teacher capacity to increase student learning is going to
Improve. Ferguson (199 1) demon..trated that differences
in teac her expertise (as meas ured by teacher education. li­
cenving examina tion scores. and experience) account for
more variation in stude nt achie vement than an}'other school
fac tor and that every additional dolla r spent on more quali­
lied teachers nets grea ter incre ases in stude nt achievement
than funds ..pent o n other le..s ins uuctional ty-focuscd re­
sources. Additionally. after controll ing for soc ioeconomic
factors. disparines in achievement between blac k and white
students are almost entirely explained by differences in
teacher qualifications.

Th e "ideal" rural teacher holds certifica tio n in more
than one subjec t area or grade level . is able to teac h a wide
range of studen t abili ties in the same classroom. is abl e to
supe rvise extracurricu lar act ivi ties. and can adjust to the
community (Collins. 1999; Lemke. 199-l: Slone, 1lJl.K) . Ad­
ditionally. the I'CLBA requires that an teacbers be full)'
certified in their leaching field by 21105-2()()band support-,
di ..trice, ' inve..tment in ongoing profevdonal development.
Increasing teacher expert ise in rural schools can not beac­
co mplished by focusing on individualteachers: it must be
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carried out by a n effic ient system based on current research
on learning. In..titution.. and agencies involved in a system
of professional learning will need to coordinate their ef­
forts 10 create a carefully articu lated approach tha i meets
both stude nt achievement and teac her quality requ irements
of the federal lcglslauon. Thi s sy..tern must Iocu.. on prc­
service ed ucation. ce rtifica tion, ad vanced education, and
professional dev elopment.

In Wyoming.total demand for teachers is estimated 10

remain at curremleveb (Reichardt. 2lXJI a ). Even if demand
for teachers remains steady . the ..tate and school di..mcts
will need to find ways to support the de velopment of c ur­
rent and future teachers faced with increa sing student
achievement expectations of the NCLBA. Average score s
fur the first 3 years of the Wyoming Compre hensive As­
sessment System (WyCAS) (1999,2000, and 2001) reveal
that in all but two of the nine co ntent areas tested (reading.
writing, and mathe matics at three grade levels) the majo r­
ity of Wyom ing' s -tth. Sth, and 11th grade stude nts scored
below "proficient:' The only two areas for which more than
half of the students performed at the proficient level or
above \\ ere Hthand 11th grade wriling (5 1'l of81hgraders
and 561} of I Ith graders scored at or above the profi cient
level ). An examination of research on preservice educe­
lion . certification. •«tvanced education. and profe-ssional
devel opment in Wyom ing points outs areas whic h need to
he addressed in order to build a com prehensive sys tem of
professional learnin g that supports reachers in achieving
the- !\CLBA goa ls.

Prrsrrvice Education

A survey study of special education staffing in Wyo­
ming ( ~Ianley , 19':1101 ) found that the University of Wyo­
ming College of Education pre se rvice and continuing
education offerings were not fully preparing and meeting
the needs of Wyoming educators in relation to specia l edu ­
cation, These findings were in acco rd with the re-sults of an
evaluation conduc ted by the College of Education with its
1996-1998 teacher education graduate c who were teaching
full time in 2000. Paradis and Stone (2()(x) found thai a
randomly selected sample of 20 education graduates from
the- classes of 1996, 1997. and 1998 (60 total} and their
principals felt they were well prepared 10 teach . hut that
they needed more extensive prepa ration in special educa­
tion. standards-based ed ucation. and in actual classrooms.
These studies indicate that to improve teaching quality, in­
state prcscrvice preparation programs need to better address
areas direct ly related to all students mee ting sta ndards.

Certification

The number of teachers in positions for which rbey
are not fully certified or endorsed another important mea-

sure of leaching quality . even though the link between
ce rtif ication and teaching quality is highly debated (Dar­
ling-Hammond. 2(x)() . Certification for teachers in Wyo­
ming is based on meeung ce rtification standards. The vast
majori ty of Wyoming reachers (%%) hold certificat ion in
the fields in which they are teachi ng (Reichardt. 2oo la:
Smith, 20(1). The Wyoming Professional Teaching Stan­
dards Board offe rs a number of alternat ive cert ification
routes for those who do not have the credentials to meet
certification standards. These alternative certifi cation routes
include portfolio and provisional certifications. Portfolio
certification allow s individuals to submit a co llection of
evidence that demonstrates their co mpetenc ies in appro­
pria te certi fica tion or endorscrnent standards. II has become
an increasingly pop ular route to certification with 36 ap­
pr oved port folios from 1997 through 2001 and 2 1approved
port folios in 200 1 alone.

Provisional cenifica uons (wa iver. temporary. collabo­
ration. trans itional) are ava ilable for teachers who are work­
ing in positions for which they do nor meet certification
sta ndards but who hold certification in another teaching
field or who hold a bachelor's degree in the field they are
leac hing . The 2(X)()..200 1 tota l provisional certifications
(404 ) represented 6% of the full-time teac her workforce , a
14boll increase in number since 1996. Thirteen percent of
speec h pathologists, 7% of foreig n language teachers. b%
of specia l ed ucators, and 4'Kof counse lors held provisional
certification... du ring the l OOO-20(}1 schoo l year. Like the
proportion of unfi lled pu ... iuons (sec Recruitment Strate­
gies). teachers with provisional certificat ions were most
prevalent in western regions of the stale and in districts
serving rural areas (Re ichard t. 200 l a) tsee Table 6 ). Provi­
sional certification... were more than twice as high in rural
districts than in nonrural districts. With passage of the
KCLBA, provisional cert ification" will be phased out by
2(Xl5-2006 . This places increa ...ed pressure on the state and
schoo l districts to provide these rising numbers of provi­
sionally certified teachers in the classroom the necessary
training for them to meet ce rtification standards.

Advanced Education

Although the Wyoming Profe ssional Teaching Stan­
dards Board maintains rigorous standards for initia l certi­
ficatio n. rece rtification requires Individuals to submit a plan
for acqui ring five continuing education cred its every 5
years. which is the equi valent of 2 days of professional
development per yea r. In addition . the likel ihood that a
Wyo ming teacher will cont inue to pur.;ue ed uca tion at the
graduate level is lower than for teac hers nationally. In 2<XJO.
200 I. on ly 27lJ of Wyoming teachers had master' s degrees
(Reichardt. 200 la). compared to.45 /l- nationally (Na tional
Cent er for Education Stat istics. 2(01 ). Loca le and regional
geography in Wyoming were important factors in relation
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Tabl e 6
Pm/Hm iOlI Prm';'\ ;OIw lly Cenified Teud ll:'ni by Region

,- 2000

Rural 2,* 8'>
Small Town 2'* 6'>
City/Large Town.. 2% .'>

Northw e..1 2'* 8,*
Northcu..t 2'* .'>
Southwe..t 2'> 8'>
Southea ..t I'> 3'>
Cent nil 2'> 6..

Source: Reichardt (200 la)

to the advanced ed ucation le....els ofteachers. Rural schoo ls
were lea..t likely to have teachers with master' s degree s
( 18lf). whil e schools in cit ievlargc towns were mo...t likely
to have them (36fl). Not surp risi ngly , the southeas tern re­
gio n of the ..tate, where the uni versit y i... located . had the
highc ..t concentratio n of teac hers with ma'iler' !> degrees
(35lJ-). The Sou thwest had the lowest concentration ( 19'l').
School ..ize wac also related to the proportion of teachers
with rna..rcrs degrees. Sma ll sctxxlis had fewe r teachers
with master' s degrees ( 17'*) than larger schools (3 1C}-).

As has bee n found in other sta tes, there i.. an Inverse
relation..hip betw een the proport ion of (Xx)r studems and
teachers with masrers degrees. Schoo ls wit h more poor
studcntv have few er teacher .. with ma..rcrs degree.. (Lc wi..
et al., 1999 ). Wyoming schools with less than 25% free­
and reduced-lunch el igible students have the large..t pro ­
portion of reach er .. with rna..tcrs degree .. (.~O% ) whi le
schools with 75'l and above free-and reduced- lunch stu­
dent s have the smallest pr oport ion of teachers with r na..tcr' ..
degrees (25% ).

Profen iotlul Development

Current standards for professional development pub­
li ..bed by the Nat ional Staff Development Co unci l (2001)
indicate tha t e ffect ive professio nal development is foc used
o n learn ing in collaboration with colleagues in profess ional
work -c u ings. It a ims not only to increase the kno wledge,
sL. ills. and di sposition s of ind ividual teac hers. but it also
focuses on creating school-wide professional learn ing com­
mun ities" (Fullan, 2001. p. (4 ). Scboob must change as
orga nizations a.. the indivi duab in those schoo ls change.

In 1999, Sachse and Manl ey (1999) reported that just
under 5CY1- of Wyoming teachers reported rec eiving 3 hours
or le..s o f professio nal de velopment per mon th The third

mo ...r fn..squenrl y cited professional development iss ue for
teac hcrs was their conce rn about workl oad . wyoming ad­
min istratcrs identified the most overwhelming barrier to

provid ing q uality pro fessional development as a lad of
time .. Close to 30% of teache.... cited 0 0 ..pcciflc time pro­
vided for professional develo pment in thei r schools.

The degree to which d istricts invest in profes...ional
development also is a critica l indicator of thei r commit­
ment to providing bot h the time and the resources neces­
sary to Improve teaching qu ality . Th e Na tiona l Staff
Development Counc il rec omme nds thai school districts
dedi cate IO~ of the ir operati ng budget s, to high quality
profession al de velopment. Holl oway (2001) reported that
betw een 199 7 and 2000. on ave rage less than one quarter
of Wyoming' s schoo l dis tricts devoted 1.5%Sof their state­
funded bud gets to profc..sional development activities for
teachers. All Wyoming school districts receiv e some fed­
eral dollars, some of which must he used for professio nal
dev elopment. Examin ing ex penditu res for professional
develo pment from district s' total budgets (s tate. local and
federal ) reveale d that d istricts spent an ave rage of 1.6!i o f
their total budgets on profession al development. In term s
of providing reimbu rsem ent for pro fessio nal development
o pport umrie.., d istricts are most likely to reimbu rse leach­
ers for confere nce attendance (63Ci-) and for summer work

(5-Jc.f). However. quality professional development has nor
been vhown to consist of conference attendance or inde­
pendent summe r work.

Over the pas t 3 years, considerable support for large­
scale teacher pro fessional development has emerged among
sta te age ncies and inst itutions in Wyoming . However. ef­
fecti ve large-scale profession al learn ing h expensive. Pro­

fe....ion al development for th e majority o f Wyomin g
teachers most o ften is provided by di strict s on inservice
days. in lecture-style , without follow-up. and infrequently
from one to tour-sessions per year (Sa chse & Manley. 1999).
Research o n effect ive professio nal development indicates
tha t to improve student achievement , profe ssiona l devel­
opment must he (a) responsive to schoo l goals as well as
indiv idual teacher need s, (b ) imbedded in the context of
the da ily work of teachers, and (c) an ongo ing and reflec­
tivc effort .

Invesung in high qu alit y profess ional development is
a commitme nt to both adult and st udent learnin g. In add i­
tion to large-scale programs. it requ ires school- and dis­
trict -level programs built upon accepted standards for
teach in!! a.. well as sufficient lime and reso urces (Darling­
Ham mond. 200)). For Wyoming"s small and rural schools

' Holloway (200 1) compares di..met expenditures for pro­
fc....ional deH"lopment from districh' ilcncrallstale and locan
and federal hudgch ..... ith the e..timated funding for pmfe ....ional
development in the stale funding model, 1.5'1 of a district' .. total
block grant.
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and districts. multip le school and dis trict pro~rams should
he considered. This will require incentives for d ictncts 10
build school capaci ty by restructuring school organization
of time and resources in ways that support the learn ing of
all starr and stude nts. Acco rdi ng to Newmann . King. and
Young (::!()()()I. for school- 10become especia lly effective.
school "capacity" is the key . Thi.. capacity' consists of five
com ponents: (a) reachers' knowledge . skilb . and di..po-i­
rions: (hI profe ssional community: (cl program cohe rence:
(dl technical resou rces: and (el principal leadership. To
build ca paci ty in Wyoming schools. an integra ted system
of profc-oiona l lcarning need s to hecoordinated amon g state
agenci es. insutution-, of higher education. and school dis­
triers to ensure that all teac hers and leaders receive the pro­
fee...iona l ...upport they need to he effective. Th i......ysrem
needs 10 he aligned to a com mon set of teachin g and pm­
fcs... ionu l de velopm ent sta ndards (e.g.. Intersta te Ne w
Teacher A"''L""mcnt and Support Consortium. 199::!; Xa­
tional Board for Profe ssional Teaching Standards. 1999;
National Co uncil for the Accreditation of Teacher Educa­
tion. IYY7; National Staff Development Counci l. 2/X)1)and
...hou ld he assl-red hy increase d tech nology use via the
Internet with threaded diccusvion boards. on-line courses
and re...ourccv. and the statewi de video contcrenci ng sys­
terns.

An example of thh type of collaboration j.,; the csrab­
lishment of three partnerships among the un iversity . co m­
munity col leges. an d sc hoo l d i... tric t-, a... Professional
Development Schoo ls (PDS)sites. These regi\!Ilal programs
address prescrvice and inservice professional learning
nL'l,.'l1S. Tbese sites arc located in high-need area ..of the ..laic
and are designed to prepare site-ho und. college-through­
post-gradua te stude nts to teach within local K- I::! schools.
A PDS abo provide... profess ional develop ment opportuni ­
ties for career public school and university teacher. a... well
as memorin g and portfolio cert ification ..uppon for provi­
..ionall y ce rtified reachers .

A PIJS i.. an actual schoo l setting where both univcr­
vity and school fac ulty prov ide content and pedagogy
courses: long-term clinica l experience.... includ ing intern­
ships: rncmorstup for pro visionall y-cert ified and novice
teachers: proto....ionul developm ent for K- 16teachers: and
research opportun ities 10 advance knowledge of teaching
and lea rning in standard... -bascd schoo ls. Currently. 150
prcscrvice teachers arc working on teaching crede ntia ls at
these sites. Half of these arc minoriti es. Preliminary evalu­
at ion da ta ..uggc ..lthat these innovative programs have the
potent ial to sen"ea, regional pro fessiunal leaming cenlef';.
Recent legisla tive support to sustain and expand regional
PDS offers a promising avenue for provid ing ;lcce....to high­
quali ty profession;ll prepamtion and de\c1opment for all
educator.... e..pedally those in high- need rura l areas.

I'oli(:," Recommendations

To ensure that all teachers are highly qualified in rural
schoo ls. opportun ities for meeti ng ce rtification require­
ments throu gh both traditional teacher certifi cat ion pro­
grams and innovati ve "grow your own" progra ms that are
school-based and/or tech nologically assisted are necessary
to address the needs of the incrcacing numbers of provi­
sinnally certified teacher.. and shortage areas. Rural schools
need incen tives and support 10 res tructure the scheduling
of time and distribution of resources 10...uppo rt profe..sional
development of all ..taff and to Increase their capacity 10
ach ieve high levels of student learni ng. Thi s may include
...tate and distric t requ irements to lengt hen teacher noncon­
tact con tract days to build time for profe..... iona l develop­
ment need .... To estab lish a coordinated learning sy..tern for
prescrvi cc throu gh inscrvice educa tion profe s..ional s. a
com prehensive act ion plan that supports ex tens ive collabo­
ration among all part ners -e-state agencies. untv ersuies.
co mmunity co lleges. schoo l d istricts, and the business com­
munity-must he designed and implemented .

Conclusion

If prediction s play nut. Wyomi ng' s future teacher qual­
ity issues are less likely to focu s on filling widespread va­
cancies and are more likely to be co ncern with staffi ng
ctassrcoms with highly qualified teachers. Teachers trained
and ce rtified for positions in part icular subject areas and
who effectively educate diverse populationv of students to
high ..tandardv are needed. especially in rural area.... small
-cbcols. and western regio ns of the state. Rural and small
schools are facing the largest challenges in recruiti ng and
retaining quality teachers, especially beginning teachers and
Ihose with masters degrees. despite higher salaries in rura l
areas. As in other ..tale.... the sys tematic school re form ef­
fort in Wyoming has placed increased de mands on the ca­
pacity of teachers and schools to retoo l teaching pract ices.
E\Cn though the university and the sta te have instituted a
numbe r of teac her qua lity initiatives. as Manley (::!(KlOl
point ed out. 'Thus far. they have been rela tively underuti ­
llzed .. . and have been con fined to j ust a few scul ngs'' (p.
::!5J. School districts have neither invested appropriately in
increa..ing teac her capac ity through profewional learning
opportunities nor implemented up-to-date recruitment strat­
eg ies. including widely imp lememcd incentive s.

By going heyon d statc a\'erages.this ..tudy illuminate..
the co mpk,ity of recru itment. retention. and pmfe'isional
learning issues in slales with large numbers of ruml schl_lls.
Aggregated data al the state level often oh...cure the suntle
distinction.. among teacher quality indicators aem...... regions
and locale... glos ..ing o\er the d iffercnees that e,ist for ru­
ral sch\xlls in co mpariso n to their more urban counterparh.
L>i saggregating teacher quali ty data by IIlC:l1 and region
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poi nts out that a single po licy solut ion. for e xample. is un­
likely to sol vc the reacher qua lity issues faced by rural
;;,;;hoob. In Wyom ing ad vocartng for highe r salaries to at­
tract teachers to rural school-, may not be sufficient since
beginning teachers tend 10 transfer from rural schools and
exivung higher salaries to more urba n schools with lo wer
salaries .

As Arno ld (2000) said. " In order to adequately uddrcs-,
the cha llenges facing rural schoob, sta tes shou ld dew lop a
coherent plan for cra fting a package of solu tions that ad­
dres-c .. a~ many of the dimensions of the problem a.. po..­
siblc" t p. -l ). The pol icy reco mmendat ion .. presented in the
precedi ng !.Cl"tions arc an effort to create suc h a " package
of solut ions " for add ressing the multiple dimcn..ions o f
teacher quality i s ~ues in rural state... Combined thesc policy
recommenda tions add re.... the multid imensionality of re ­
cruitment. retent ion. and professional learn ing i..sues for

rura l schools.
Two i;;,sues this article doe s not address. why teache rs

choose to wor k where they do or why they choose 10 leave
positions. arc due to a lack o f relia ble data address ing the......
issues. Additionally, this article does not directly.. link irn­
provernents in teache r quality 10 ..pccific ..tude nt achieve­
ment ga ins because the WyCAS does not report stude nt
achie veme nt score s by individuu l teachers. Considering thai
Wyom ing students have made note worth y progre ss on nei­
ther the WyCAS over the pa..t -l yea rs nor the Nation al
Asscs..mcnt o f Education al Progre ss over the last decade.
addressing rec ruitment, retention, and profescional learn­
ing issues appears es sential. Yet . for stares that can link
student achie vemen t data with teacher qu al ity indicators,
more robus t analyses may re sult from whic h po licies in
thi.. urea could be de velo ped .

To en..ure that all SChOO l;;, have accc..s to effective re­
search-ba-ed teacher q uality ctretcgie .. and tha t they have
an adeq uate supply of high-capacity teache rs , ..trong col­
labor utivc relationshi ps amo ng higher educa tion . d i..triers .
certifica tion boards. and ..tate depa rtments of ed uca tion
must be de velope d . Partner organization.. will have to come
toge ther to devise and implement join t ac tion plans and
policies for e nhanci ng tbc quality o f teaching and leader ­
ship. Th is is e..pecially import ant in rural ;;'Iat e~ that have
decreasing populati ons and thu.. declining resources. It re­
quires a ..tatcwidc. integrated approac h to recruitment. re­
tention . and professiona l learn ing that ex pand.. accc..... to
prepa rat ion . certification. and profes ... ional deve lopment
opport unitie... It is es-.ential for meeting the requ irement~

ufthe NCLBA. Th i;;, will dema nd effecti \'e u~e;;, o f interac­
tive technologic;;, to fac ilitate ho th adull and student learn­
ing by helping to forge the phy..ical distances between all
educatio n partners . It al..o require.. an efli.'(;tiH~ ~ tatewide

package o f polid e;;, foc u-.ed on impro\'ing the quali ty of
both teaching and learn ing in all schools.
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